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EXECUTIVE MEMORANDUM 
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OBJECT 


The primary objective of the study was to assess how Northerners perceive 
employment and training opportunities and how they rate these in light of 
their employment and training preferences. The secondary objective was to 
provide trainers and educators with information they could use to increase 
the present level of employment of Northerners. 


SUMMARY 


The results of this study revealed that employment and training opportunities 
in the Northwest Territories are not consistent with the stated preferences 
of the majority of the people included in the study sample. It was also 
found that admission requirements for training courses are too restrictive, 
the degree of utilization of training is low, and co-ordination between 
trainers and employers is not adequate. 


CONCLUSIONS 


1. Employment programs in the Northwest Territories have been 
undertaken without a sound apprectation of employment attitudes 
and preferences of northerners who make up the labour force. 


2. There is little preference for seasonal or short-term 
(weeks and months) employment but an over-whelming preference 


for regular long-term employment. 


3. There is a definite desire for employment which is either indoors 
or has an indoor and outdoor mix of activities. 


4. The majority of natives prefer an equal mix of natives and 
non=natives as work mates and in supervisory positions. 


5. A greater majority of native northerners are prepared to work 
away from their homes than are non-natives. 


6. Native northerners showed a greater willingness than non-natives 
to relocate for purposes of employment. 


7. Contrary to the ascumptton that the Terrttorial Government ts 
looked upon unfavourably as an employer, the majority of respondents 
woutd prefer Territorial Government jobs, the remainder of the 
respondents were divided between preferring other sources of employ- 
ment (Settlement, Private Industry, ete.). 
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Factors which attract people to the Territorial Government 
are job opportunities, security and more benefits; not better 
work environment or more interesting jobs. 


The least preferred type of employment was Private Indus try 
due to poor pay, no security and, the "work ts too hard." 


Trainees viewed the Territorial Government as providing the 
best opportunities to pursue career paths. This is contrasted 
with Federal Government trainees where the majority had no 
view of career paths. 


The number of trainees in any job situation was not a factor 
contributing to decrease of Output of the work unit. In the 
large majority of cases their placement actually increased 
the output of the work unit. 


Employers were adamant during this study that their greatest 
problems with trainees were of a personal nature such as 
attendance and attitude which could be dealt with by a job 
readiness course. Second only to this were problems encountered 
that reflected upon the adequacy of the employees' training. 


Job retention is dependent to same degree on the amount of 
effort made by employers and supervisors to assist new employees 
adjust to the work place. In the areas of personal and on-the- 
job problems, the majority of trainees and graduates believed 
that their employers would be quite helpful, and presented 
themselves to their staff as ‘approachable’. The exception to 
thts was found to be the Territortal Government where the 
majortty did not believe their supervisors to be 'very 

helpful' in this regard even though asststance was provided. 


With the work relationships between trainees (and graduates) 
and other staff (co-workers), it was found that staff in both 
private industry and the Territorial Government were 'very 
helpful'. Guidance on-the-job and in solving personal problems 
were provided without hesitation by most of the staff. 


While most people take courses because of some interest or 
Opportunity perceived, a number also take courses for rather 
dubious reasons such as nothing else being available or 
because the course was offered in their cammunity. 


A large proportion of the general population, both native and 
non-native is not prepared to travel fram their hame commmnities 


for courses. But, the Majority of trainees preferred to travel. 


From a sample of nearly 600 people who took occupational and 
voeattonal courses in the Northwest Terrttortes and outside of 
tt, an average of 37% are employed in the areas for which they 
were tratned, 11% of this total are not working at all. 


Co-ordinatton, ensuring that both employers and trainers devote 
thetr efforts towards the common objective of bringing Northerners 
tnto the work force and properly training them, ts accomplished 
primarily through formal communication channels (recruitment 
consultation, meetings, report exchanges, ete.) and informal 
communication channels (street talk, telephone calls, etc.). But, 
such communication channels are not fully establtshed and they 
are tn dire need of improvement. 


Employers have stated that formal channels of communication with 
trainers are in most cases non-existent but what little exists is 
effective. Informal channels of cammmication with trainers exist 
and are utilized more effectively than formal channels of 
communication. 
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Trainers have stated that formal channels of communication with 
employers are non-existent and, also, that informal channels of 
communication are in most cases non-existent and Mis does 
exist is not good. 


The primary source of employment and tratning information 
tn comnunittes ts the Terrttortal Government. 


It was found that Area Service Officers, Economic Development 
Officers and Social Workers have played a large part in the 
performance of the Government's successful role in disseminating 
employment information. 


By far the most utilized method of employee recruitment are 
personal contact with the employer, the job poster and information 
from a friend. Employers were well aware of this situation and 
utilized these three methods of communication to the fullest. 


Federal responsibilities in the areas of training and employment, 
through Canada Manpower, are not recognized by Territorial 
residents to any significant degree. 


In determining how many people found out about courses they had 
taken, it was discovered that most utilized Territorial Government 
sources, and many utilized personal sources (friends and relatives). 
Very few, learned about the information they wanted from paid 
advertisements in the media. 


Any actual or perceived lack of media conmunications will not 
restrict northerners in their pursual of employment and training 
opportunities. 


RECOMMENDATIONS 


1. 


A Northwest Territories Employment Advisory Board should be 
established and be comprised of members who are employers, trainers 
and a member from the general public. 


The Board should advise the Commissioner on matters related to 
employment of northerners, but, it would serve primarily as a 
mechanism for encouraging more employment and training of 
northerners in the private sector. 


For the interim the Secretary of the Board would be an official 
from the Department of Planning and Program Evaluation. When the 
Board becomes operational, secretarial duties would then be 
transferred to another Department or official designated by the 
Commissioner. The Terms of Reference for the Board could, at the 
request and direction of the Executive Committee be drawn up by 
the departments sponsoring this evaluation (Personnel, Education, 
and Economic Development and Tourism). 


Commnity Employment Advisory Boards similar to the one mentioned 
in 1 above, should be established at the commmity level to advise 
municipal and commmity councils on the employment and training of 
northerners. 
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The Department of Personnel should be given the authority 
to design and co-ordinate a training plan for the entire 
Government of the Northwest Territories following the 
(attached) Basic Framework. All departments which are 
affected by the Government's training plan should be 
instructed to act upon relevant aspects (particularly 
Section B) of the Basic Framework in concert with the 
Department of Personnel. 


Section A and C of the Basic Framework should be put 
into force by all departments which train potential 
employees for the private sector. 


EC I: 


~ * ie a 
_A. Gordon, 
Director, 


Department of Planning and 
Program Evaluation. 
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GENERAL PRINCIPLES 


1 


A firm policy statement should be established which addresses itself 
to only one definition of a Northwest Territories resident which can 
be used throughout Government policies and regulations at all levels. 
That definition need not patronize any Single ethnic group or culture. 


An employment opportunity in the Northwest Territories should be one 
which offers continuous employment with most of the work activities 
being indoors and the immediate working environment staffed by a 
representative ethnic ratio of northern residents. Such positions, 
in large part, should be within visiting distance of the employees' 
home communities. . ; 


A training opportunity in the N.W.T. should be one which is available 
to people of reasonable maturity who may not have continued past grade 
eight, and one which provides upgrading as part of the training if 
necessary. During the training period, the Employer or Supervisor 
should be available for counselling on job-related or personal problems. 
An evident career path after completion of the training is instrumental 
to the trainee's perceived mobility. Training courses should be 
offered in communities only if related employment is available. 


People taking training (including on-the-job training and apprenticeship) 
in communities should be required to take a Life Skills Course as is 
offered in A.V.T.C. in preparation for employment. Adult Educators 
should serve as instructors and emphasis should be placed upon 

preparing students to handle "demands-of-a-job" such as attendance, 

job attitudes, work ethic and other related areas. 


The age requirement for training should be lowered from 18 [Oe.0 
allowing for entrance into training courses of more northern residents 
with lower formal education. However, for those people under 18 years 
the emphasis should be on upgrading rather than training. Older 
people should be given priority as candidates for training courses. 


Selection procedures for trainees should be improved by ensuring same 
commitment of interest to job placement and by careful screening of 
applicants. Courses offered in commmities which do not result in 
job cpportunities should involve only the few who have guaranteed job 
Opportunities. Graduates of a training course should have a related 
job to go to upon completion of training. 


GOVERNMENT AS AN EMPLOYER 


ies 


A certain percentage of trainee positions should be allocated to each 
Department (HQ's and Regions). ‘Those positions which exist on the 
"Establishment Salary Analysis" computer print (or what Personnel calls 
a vacancy file) and which have been vacant over a stipulated length of 
time should be the source of trainee positions. (As of February 15, 
1977, in this Governnent, 92 positions have been vacant for periods of 
6 to 12 months, and, 70 positions for periods of beyond one year). 


A Training Specialist position should be established in each Department: 
(at HQ's) and Region (Personnel) with the specific purpose of managing 
the over-all Territorial Government training plan, and organizing and 
supervising on-the-job training within respective Departments and | 
Regions. These positions could also be obtained from the "Establishment _ 
Survey Analysis" computer print-out. 


Job placement plans for trainees should be developed in consultation 
between employers and trainers with the Department of Personnel acting 
as the monitor of plans when the Territorial Government is an employer. 
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Job security, benefits, adequate pay and opportunity for advancement 
should be emphasized by the Territorial Government in its search 
for northern employees, whether this search is through the media, 
competition poster or word-of-mouth. ; 


The objectives, plans and programs of the Office of Native 


Employment should be based upon the conclusions noted in this 
report. 


PRIVATE SECTOR AS AN EMPLOYER 
Se St IN ERIE LUI ER 


When the private sector is the employer, job placement plans should 
be monitored by the Northwest Territories Employment Board. But 


consultation on the development of such plans. should be of a direct 
contact nature between the employer and trainer. 
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